INTRODUCTION
Numerous researchers devoted to definition and influence of organizational culture on organizations emphasize this influence (Kluckhohn and Strodtbeck, 1961; Hofstede, 1980 Hofstede, , 2001 Trompenaars and Hampden-Turner, 1997; House et al., 2004) . In the last two decades there have been great political and economic changes in many East European countries, among which is Serbia as well. Wars, economic blocade, one of the biggest hyper-inflations in the world (Hanke and Krus, 2012, p. 12) , bombing by NATO forces, political, economic and social changes, transition, privatization, all of them have left great consequences in Serbia but it has not determined yet how these factors influenced organizational culture.
According to Mikl-Horke (2004) diffusion of modern organizational structure and management practice is more limited in companies previously owned by the state even in fast developing societies (CEE countries), especially when ownership is in hands of insiders or the state. Alas and Vadi (2004) think that in transitional countries the transfer of market economy knowledge is very slow because of institutional and cultural tensions and conflicts. The results of their research indicate that it is easier to change technology and structures than culturally incorporated practice in transitional countries.
ORGANIZATIONAL CULTURE AND JOB SATISFACTION

Organizational culture
Organizational culture is determined by organization's dominating values (Deal and Kennedy, 1982; Lauzen and Dozier, 1994) accepted by majority of employees (Wallack, 1983) , as well as common norms and beliefs of organization's members (Kroeber and Kluckhohn, 1952; Schein, 1985 Schein, , 1990 Kotter, 1992 Kotter, , 1996 Conner, 1992; Cummings and Worley, 2005) . It is in a certain sense a philosophy that determines organizational policy towards internal and external surroundings (Pascale and Athos, 1981) .
Organizational culture influences all aspects of business and life in a company. It is linked to numerous organizational results (House et al.. 2004) , and one of them is job satisfaction. Connecting individual aims of employees to aims of the organization and reliance on responsibility of employees are the factors of organizational culture successfulness (Morgan, 1977) . Organizational culture is also one of significant factors of employees' satisfaction (Moynihan and Pandey, 2007) .
Job satisfaction
Job satisfaction is related to general attitude of individuals to their job. Affective dimension of job satisfaction is defined as satisfying or positive emotional state which results from estimation of a job or work experience (Locke, 1976 (Locke, , pp. 1302 (Locke, -1304 . Although job satisfaction is more an attitude than behaviour many managers expect results because satisfied workers will come to work more regularly and stay in the company longer. (Robins and Coulter, 2005) . Emloyees' job satisfaction influences their mental health, longevity, emotional life as a whole (Locke, 1976 (Locke, , p. 1311 Sempane et al., 2002) . Job dissatisfaction can significantly influence behaviour of employees which results in absence from work, complaints and termination of employment. It can be concluded that job satisfaction in certain extent represents an indicator of employees' perception about organizational culture of their company (Sempane et al., 2002) . Spector (1997) says that job satisfaction is no doubt most researched variable in Industrial and Organizational Psychology.
A great number of researchers examine the relationship of job satisfaction and organizational culture (Spector, 1997; Judgev et al., 2001; Sempane et al., 2002; Meyer et al., 2002 , Lund, 2003 Silverthorne, 2004; Moynihan and Pandey, 2007; Fargher et al., 2008; Amos and Weathington, 2008; Bellou, 2010) .
On the grounds of the mentioned above the following hypothesis is derived:
H1: Company's ownership structure has moderating effect on relationship of dimensions of organizational culture and job satisfaction in Serbian companies.
RESEARCH METHODOLOGY
Respondents and data collecting
The research lasted for 5 months and it was carried out from 1st January to 1st June, 2011. During this period collecting of questionnaires was carried out through interviewing respondents. 
Research instruments
In the research was used the instrument of Globe project, precisely the first part of Alfa questionnaire which includes the questions related to organizational culture, the state ''as it is'' and it is consisted of 34 questions. Respondents marked the values on the scale from 1 to 7 and the filled-in questionnaires were processed according to Globe Syntax. The instrument measures 9 organizational and national dimensions and the dimensions are: avoiding uncertainty, orientation to the future, power distance, institutional collectivism, orientation to people, orientation to performances, collectivism within the group, gender equality, assertiveness (House et al. 1999 (House et al. , 2002 (House et al. , 2004 .
Questionnaire for measuring job satisfaction was applied for measuring job satisfaction. The questionnaire JS is consisted of 36 items which are valued from 1 to 6 and 9 scales which estimate attitudes of employees about the job and its aspects: salary, promotion, supervision, benefits, rewards, operation procedures, co-workers, the nature of job, communication (Spector, 1985) . Significance of each of these scales is different in some extent and the result is in different importance in cases of evaluation of total job satisfaction (Spector, 1997) .
Data analysis
Data has been processed in accordance to applied instruments for measuring dimensions of organizational culture and job satisfaction. Internal consistency of scales was confirmed. Descriptive statistics and correlation analysis of the relationship of organizational culture and job satisfaction were used and then the relationship of organizational culture and job satisfaction was observed with moderator ''ownership structure of the company''. In order to determine the connection between dimensions of Globe organizational culture, job satisfaction and ownership structure in Serbian companies we used hierarchical and regression analysis (Milin and Hadzic 2011) and Chow test (Chow, 1960) with the aim to examine moderating influence of ownership structure on regression between JS (as dependent variable) and OC (as independent variable), whereas i, j=1, 2, 3, 4, 5, 6, 7, 8, 9 .
RESEARCH RESULTS
In the Table 1 . The results of Descriptive analysis are presented (mean values and standard deviations) for dimensions of the state of organizational culture "as it is" and job satisfaction dimension. A short name of dimensions which will be used in furthure discussion is also given in the Table. The values skewness and kurtosis presented in the Table point at normal distribution of score for all scales. Table 2 . presents Pirson's coefficients of correlation between OC and JS for J(public) and P (private) companies in Serbia, for every i,j=1, 2, 3, 4, 5, 6, 7, 8, 9 . In private companies in Serbia correlation betwee organizational culture and job satisfaction is more significant. JS4 has more significant relation in private than in state companies in correlation with OC4, OC5, OC6, OC7. OC8 has more significant correlation with JS3, JS5 and JS9 in state companies, and in foreign companies in Serbia correlation is not statistically significant. Correlations of dimensions of organizational culture OC7 and job satisfaction dimension JS1, JS2, JS4, JS8, JS9 are significant. Correlations of dimesion organizational culture OC6 with dimensions job satisfaction JS1, JS2, JS4, JS5 are also significant. Chow test results for differences of regression coefficients for regression between OCi and JS for sub-samples public and private companies are presented in Table 3 .
The results of hierarchical regression analysis are presented in Table 4 ., and the results of R square and F changes which are statistically significant and support H(1, OC, JS) regressions for subsamples J (public) and P (private) companies. Middle managers from the sub-sample P in organizational culture oriented to future have more freedom because their tasks are less formalized, they accept long term planning, versatile jobs and they believe that their efforts and results will have positive effect in the future -because of that pay satisfaction, promotion and rewarding influence their satisfaction. In sub-sample J, organizational culture oriented to future improves communication and job satisfaction. Other charactristics are less distinguished due to the way of functioning of public companies in Serbia (the work by predefined procedures and rules, changes are slow and complicated).
In general sample all regression coefficients between independent variable OC3 and dependent variables JS are negative and significantly different than zero, except for j=6 where the coefficients are positive but they are not significantly different than zero. Chow test supports moderating influence of ownership structure on the relation OC3 and JS1, (F=3.104), JS2 (F=3.025), JS5 (F=5.708) and JS9 (F=9.352). Hierarchical regression analysis has not confirmed moderating effect of the relation OC3 and JS. According to statistical data, it can be concluded that in the sub-sample P the increase of perception of power distance is followed by faster decrease of satisfaction with salary, promotion, rewarding and communication than in the subsample J. In private companies the owner is not a supervisor to managers in classical sence, in other words, in lots of cases the owner does not have previous experience in management and is not fully involved in management process. Increase of power distance in that case influences decrease of satisfaction with the mentioned aspects of job satisfaction, because middle managers have greater expectations based on the results of work. Because of one-way communication, especially if feedback information is missing, satisfaction with salary, promotion, rewarding and communication is decreasing.
Implementation of Chow test has showed that ownership structure of a company is a moderator of regression between OC4 and JS, j=5 and 9. In sub-sample P the increase of variable OC4 is followe by faster increase of variables JS5 (F=2.837) and JS9 (F=6.977), than in the case of sub-sample J. Hierarchical regression analysis supports moderating effect of ownership structure on regression between OC3 and JS4. Middle managers who work in private companies in Serbia whose organizational culture supports and rewards collective achievements consider that personal aims should be subordinate to common aims. They are oriented towards realization of the aim and should be additionally engaged on their work position in order to establish good communication with coworkers. As a result, satisfaction with salary, promotion, rewarding and communication is increased.
According to the results of Chow test, ownership structure is a moderator of a relation OC5 and JS1 (F=2.848), JS2 (F=2.509), JS4 (F=2.880), JS5 (F=6.011) and JS9 (F=9.158). The results of hierarchical regression analysis confirm moderating effect of ownership structure for the relation OC5 and JS4 and JS5. Good relations and harmonious atmosphere in organizations and in public companies in Serbia increase satisfaction with communication in sub-sample J because the increase of OC5 makes favourable conditions for active communication in organizations. Besides, in public companies, the influence of increased orientation towards people on satisfaction with benefits does not have statistical significance for sub-sample J. Considering middle managers from sub-sample P, organizational culture which encourages and rewards individuals for making good relations in organizations influences the increase in satisfaction with salary, promotion, benefits and rewards. It can be concluded that middle managers in private companies in Serbia consider good relations in organizations as their work obligation and they accept financial rewards for performing it with greater satisfaction than managers from sub-sample J.
In general sample all coefficient of the correlation OC6 and JS are positive and significantly different JOURNAL OF ENGINEERING MANAGEMENT AND COMPETITIVENESS (JEMC) 47 from zero except coefficient of the relation OC6 and JS6 which is negative for both sub-samples and is significantly different for sub-sample P. In sub-sample P the increase of values of variables OC6 is followed by faster increase of variables JSi, i=1, 2, 3, 4, 5, 6, 7, 8, 9 , than in the case of subsample J. According to the results of hierarchical regression analysis, ownership structure of a company is a moderator OC6 and JS1, JS4 and JS5. The results of Chow test has confirmed moderating effect for OC6 and JS4 (F=3.567), JS5 (F=4.444) and JS9 (F=4.820). Middle managers who work in private companies in Serbia understand and accept considering improvement of performances, they work in conditions characterized by greater confidence among employees, invest more efforts to justify the confidence, get feedback information and necessary information for improvement of performances. This is the result of organizational culture which is turned to performances. As a result, satisfaction with salary, benefits, rewards and communication is greater.
According to statistical data, it can be concluded that in the sub-sample P the increase of perception related to group collectivism is followed by faster increase of satisfaction than in sub-sample J. The exception is JS6 which is negative for both subsamples and significant only for sub-sample P. According to the results of Chow test, ownership structure is a moderator of a relation OC7 and JS1 (F=8.199), JS2 (F=5.423), JS4 (F=3.015), JS5 (F=14.459) and JS9 (F=17.356). Hierarchical regression analysis has confirmed moderating effect for JS1, JS4, JS5 and JS9. It can be concluded that middle managers from sub-sample P invest more efforts in performing their managerial duties. In organizational culture with high values of group collectivism top management/owner provide material with clearly visible logo of the company which is not the part of the equipment, for example, notebooks, calendars, T-shirts, caps. Therefore, the employees of certain company differ from the others, they are recognized and show their loyalty to the company even in their free time. Besides, sports events, organized by the company, excursions and similar events represent a chance for showing loyalty and belonging to the group. Working hours in private companies are often flexible and longer when necessary, over time work is frequent, so middle managers in private companies are more motivated for performing their managerial duties, including creating good and harmonious relations with their subordinates. In addition, employees are more cooperative, so communication among employees in private companies in Serbia is better and stronger. For all these reasons, middle managers from sub-sample P are more satisfied with their salaries, benefits, rewards and communication than those from the sub-sample J.
Chow test has shown ownership structure of a moderator considering the relation OC8 and JS1 (F=4.635), JS2 (F=4.179), JS3 (F=3.607), JS5 (F=8.243) and JS9 (F=12.252). Hierarchical regression analysis has confirmed moderating effect for OC8 and JS3, JS5 and JS9. Coefficienst of correlation OC8 and JS are significantly different from zero for JS3, JS5 and JS9 and statistically bigger for sub-sample J. On the contrary, coefficients in sub-sample P are not significant. In socialistic period, although there were egaliterian tendencies, the role of woman was more connected to household. Like in many other countries, organizational culture of that time was not favourable for women and their progress and, according to some authors, it was "organizational culrure oriented towards men" (Loden, 1985; Connelly and Rhoton, 1988; Helgesen, 1990; Marshall, 1993; Klenke, 1996; Maier, 1999; Baido and Dickson, 2001) . Characteristics of such organizational culture are: hierarchical authority, independence, autocratic leadership style, one-way communication from top to bottom. After the recent changes in Serbia gender differences are decreased. Precisely, women are nowadays owners of some private companies. In public companies the number of women on top positions is smaller, professionalism is priority considering employment, the effect of ''glass ceiling'' is less present, sex does not have significant role in validation of results. Organizational culture with high values of gender equality has greater influence in public companies in Serbia and, as a result, middle managers from sub-sample J are more satisfied with their superiors, rewards and communication. On the contrary, in sub-sample P the increase of OC8 does not lead to job satisfaction and coefficients of the relation od dimensions organizational culture and job satisfaction are not statistically significant.
Chow test has confirmed moderating influence of ownership structure on the relation OC9 and JS1 (F=4.865), JS2 (F=4.693), JS5 (F=7.352) and JS9 (F=11.513), but according to statistical data, coefficients of sub-samples are not significantly different from zero. Hierarchical regression analysis has not confirmed moderating effect of ownership structure on the relation OC9 and JS.
CONCLUSION
The research results have showed that ownership structure of a company represents moderating relation between some dimensions of GLOBE organizational culture and aspects of job satisfaction and that it is a significant factor which determines job satisfaction of middle managers in the companies in Serbia. On the grounds of these results leaders in public and private companies in Serbia can change organizational culture in comparison with current and desirable level which appears in sub-samples and increase the level of job satisfaction of employees in this way.
